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The literature on expatriation highlighted many individuals and organisational factors that affect 
expatriate adjustment. However, the roles of some individual and organisational factors are still not 
clear and have been ignored by past researchers. Thus, the purpose of this paper is to investigate 
the variations in expatriates’ work, general and interaction adjustment and to examine the relationship 
between work-role characteristics and expatriate adjustment in the hotel industry. The work-role 
characteristics; which are comprised of role novelty, role ambiguity and role conflict, are tested on 
the different dimensions of adjustment. Self-administered questionnaires were distributed to 323 
respondents who were comprised of expatriates working in Malaysia’s hotel industry. The findings 
revealed a positive correlation between role novelty and work adjustment that indicated the impact of 
work-role characteristics on adjustment dimensions. However, both role ambiguity and role conflict 
are negatively correlated with work adjustment. The findings from this study proved significant for the 
industry as it contributes towards new knowledge on expatriation in a multicultural society, especially 
the work adjustment of hotel expatriates. It would also help create awareness among hotel companies 
on the importance of work characteristics in the process of adjustment. The findings also contributed 
to new empirical findings in regards to literature on expatriation and cross-cultural adjustment, which 
integrate the information on determinants of adjustment among hotel expatriates. Beside the findings, 
the discussions on limitations and suggestions for future research are also presented in the paper. 
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Previous studies on expatriation have shown the relation between cultural environment and 
adjustment and how the relationship influences individual adjustments, attitudes and 
behaviours (Davies, Kraeh, & Froese, 2015; Selmer, 2001; Yavas & Bodur, 1999). Huff, Song 
and Gresch (2014) stated that culturally adjusted expatriates are open to the host culture and 
are able to adjust their behaviours, norms and rules to the current environment accordingly. On 
the other hand, the  maladjusted expatriates will experience anxiety which precedes to several 
negative job-related outcomes such as lower job satisfaction and performance (Silbiger, Berger, 
Barnes, & Renwick, 2017). Thus, this ongoing issue leads to early returns of affected 
expatriates to the home country (Shi & Franklin, 2014). Torbiorn (1982) defined expatriate 
adjustment as as a state of “homeostasis”, whereby an individual feels comfortable towards the 
new environment and this leads him/her to function effectively and eventually succeed the 
assignment. 
 Previous research had identified a failure rate between 25 to 40 percent for international 
relocations leading up to the new millennium which ended with premature return especially in 
developing countries (Harzing, 1995; Wang & Varma, 2019). Among the reasons attributed to 
these failure rates include: (1) the inability of the spouse to adapt to the host culture; (2) the 
inability of the expatriates themselves to adapt to the host culture; and (3) family-related 
problems associated with foreign assignment.  The higher failure rate in developing countries 
is described as rather alarming as this is the region where the most “attractive” and “growing” 
countries of the world are located (Halim, Bakar, & Mohamad, 2019; Shay & Tracey, 1997; 
Tahir, 2018).   
The rapid development and growing trend in the number of expatriates in Malaysia has 
heightened the need for research and understanding of how these expatriates adjust to a 
developing country like Malaysia during their assignments. Although there has been abundance 
of research on expatriation especially on expatriate adjustment, reviews suggest that empirical 
studies on the adjustment of expatriates in a developing, multiracial country are still scarce (see 
Halim, Bakar, & Mustaffa, 2017). With the exception of Mohd Tahir and Ismail (2007) who 
investigated cross-cultural challenges; Subramaniam, Raduan, Jegak and Naresh (2010) on 
personality and cross-cultural adjustment; Halim et al. (2017) on the mediating effects of 
communication and interaction; and Miranda (2009) on expatriates’ learning style; it can be 
said that very limited research on expatriate work adjustment in a multicultural environment 
have been published.  
As a developing, multicultural society, Malaysia is worth investigating especially when 
the country has become one of the preferred foreign direct investment (FDI) destinations in the 
South East Asia (Jomo, 2019; Malaysian Industrial Development Authority, 2009; UNCTAD, 
2017). The aggressive promotion on Malaysia as a tourism destination, together with the 
government’s policy has clearly indicated that the country will face a continuous increase in 
the number of expatriates in various sectors such as oil and gas, manufacturing and engineering. 
In fact, a part of the Economic Transformation Program (ETP) set up by the previous 
government has also acknowledged the human capital needs of the Entry Points Projects (EPPs) 
and business opportunities, whereby the government will take action to attract foreign talent 
(expatriates) to work in Malaysia and ease immigration rules to facilitate the entry of talent as 
it is believed that this will provide a ready pool of technical, critical thinking and leaderships 
skills needed to run future business opportunities as well as projects in non-National Key 
Economic Areas (NKEAs). The government’s policy further proves that the number of 
expatriates working in Malaysia will increase tremendously. The latest statistics provided by 
the Department of Statistics Malaysia (2018) puts the expatriate population at around 55,000 
(10.7%), with no specific figures. Therefore, it is strongly believed that increased research on 
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expatriates in Malaysia is needed, expecially when the country is moving and developing fast 
toward in achieving its vision. To further enhance our understanding on expatriate adjustment 
in Malaysia, this present research examined how work-role characteristics affect hotel industry 
expatriates in Malaysia.  
 
 
PERSPECTIVES OF ADJUSTMENT 
 
Earlier works on expatriate adjustment suggested that adjustment is a multidimensional 
construct (Black & Gregersen, 1991). The multidimensionality of the adjustment process has 
been widely discussed from various perspectives in the cross-cultural communication, 
acculturation and expatriation literature.   
 
Communication perspective    
In the cross-cultural communication framework, two areas of adjustment have been identified: 
the social adjustment (Clark & Altman, 2016; Furnham & Bochner, 1982) and communication 
adaptability (Ting-Toomey & Oetzel, 2001; Wheeless & Duran, 1982). Studies on these two 
facets of adjustment mainly focus on adjustment of sojourners, specifically international 
students. Chu, Khan, Jahn, and Kraemer (2015) suggested that the stress experienced by 
international students is caused by the inability to socially adjust to the host culture. This has 
largely resulted from their lack of social skills needed to deal with new situations. It was also 
suggested that an individual might face a major source of stress when dealing with an 
unfamiliar culture, especially in everyday interpersonal encounters with people of the host 
nation such as being in the streets, shops, bars and around strangers. There are a variety of 
factors that affect the social adjustment process. This includes the inability to communicate 
such as speaking and understanding the language used in the host country, which is important 
in ensuring the development of social relations with the host nationals.   
Adaptability on the other hand, is an important concept in communication competence 
(Kim, 2015). It focuses “on the ability of the communicator to be flexible in communicating 
with a variety of people in a variety of situations” (Wheeless & Duran, 1982, p. 54).  
Researchers have identified how an individual’s personal characteristics such as personality, 
psychological and socio-demographic variables influence their communication behaviours 
(Kim, 2015).  Beside personality, cultural differences are also found to affect an individual’s 
communication behaviour. 
 
Acculturation perspective   
Three areas of adjustment are identified in the acculturation literature. Ozer (2015) proposed 
psychological and sociocultural adjustment, while Aycan and Berry (1996) and Bayl-Smith 
and Griffin (2015) posited work adjustment. Psychological adjustment refers to the 
psychological well-being and satisfaction, which includes a feeling of satisfaction with the 
various aspects of life.  Unlike psychological adjustment, sociocultural adjustment refers to the 
social skills or the ability to “fit in” into the new cultural environment (Lee & Ciftci, 2014).  
Simply, this refers to an individual’s ability to handle problems associated with living their 
lives, how they work toward becoming effective in the new culture and how they engage in 
positive interactions with the host nationals (Koveshnikov, Wechtler, & Dejoux, 2014).  Work 
adjustment simply refers to how an individual accomplishes their tasks and their attitude 
towards work (Lu, Wang, Lu, Du, & Bakker, 2014) and this is marked by good performance 
and a positive attitude towards the new job.  The concept of psychological adjustment is 
actually based on a problem-oriented view that focuses on attitudinal factors in the process of 
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adjustment (Hirai, Frazier, & Syed, 2015), whilst the sociocultural adjustment is based on the 
cultural learning theory, which focuses on the social behaviour and social skills that underlie 
attitudinal factors (Black & Gregersen, 1991; Gudmundsdóttir, 2015).   
In acculturation literature, acculturation attitudes are considered important for successful 
adjustment (Fisher, Hutchings, & Pinto, 2015; Hajro, Stahl, Clegg, & Lazarova, 2019). Berry 
(1980, 2005) who proposed a model of acculturation attitudes addresses two critical issues with 







     
                





Figure 1.  Model of acculturation attitudes  
Source:  Berry (1980, 2005) 
 
While the first issue concerns whether or not an individual values maintaining his/her own 
cultural characteristics, the second issue concerns whether or not maintaining relationships 
with people of the host culture is considered to be of value. The model suggests that if the 
response to the first issue is “no” and to the second issue is “yes”, therefore “assimilation” 
occurs.  This means that the acculturating individual does not wish to maintain his/her cultural 
characteristics but instead, seeks to relate with groups in the host society. “Separation” is the 
opposite of assimilation. This is the urge to maintain one’s own culture and identity. As a result, 
the individual does not want to interact with host nationals. Meanwhile, “integration” occurs 
when the individual is willing to interact with others in the host society, but at the same time, 
still maintains his/her cultural identity. The final sector, “marginalization” takes place when an 
individual is not interested in maintaining his/her own culture or even interacting with host 
nationals. However, there have been debates on how the difficulties are conceptualised, and 
how the concept of “marginalization” is measured, as it is indistinguishable from “cultural 
alienation” (e.g. Birman, Simon, Chan, & Tran, 2014; Rudmin, 2003). Berry (1980, 2005) 
further noted that among the four, integration predicts good mental health and produces lower 
level of stress among sojourning individuals. This was supported by previous studies conducted 
on rural to urban migrant youth (e.g. Fang, 2020; Chen, Wang, & Wang, 2009), which revealed 
that integration is the most effective strategy on their successful adjustment. 
Meanwhile, Aycan (1997) noted that the application of acculturation attitudes is more 
evident in literature on organisational behaviour, but the framework has never been utilised in 
studies of expatriate adjustment. The model of acculturation attitudes discussed earlier 
predicted that an integrationist attitude in both work and social life will yield successful 
adjustment (Halim, Rahman, & Mohamad, 2013). This is based on two reasons - firstly, as the 
expatriate moves to a new culture, it is necessary for them to adopt the norms and values of the 
host country. This is to ensure that they function efficiently in the social and work contexts.  In 
this case, willingness to interact with people of the host nation is crucial at this stage. The social 
learning theory (SLT) introduced by Bandura (1977) suggested that interaction with hosts helps 
expatriates to obtain information regarding what is appropriate and what is not in the new 




Is it considered to be of value to maintain relationship 
with members of the host society ? 
Issue 1 
Is it considered to be of value to 
maintain own cultural identity and 
characteristics ? 
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things help the expatriates to prove to the locals that they value and appreciate the new culture 
and that they are putting the efforts into learning their ways. In return, the hosts will display 
greater acceptance and co-operation towards the expatriate.   
Ward and Kennedy (1993) believe that there are three main points that need to be 
considered when theorising cultural influences on psychological and sociocultural adjustment.  
Firstly, they believe that the variables that affect adjustment should be distinguished either as 
cultural general or cultural specific. Secondly, they claim that the level of psychological and 
sociocultural adjustment differs according to the characteristics of the group and the purpose 
of the sojourn (i.e. expatriation, travelling, studying and so on). Lastly, they believe that the 
relationship between psychological and sociocultural adjustment also varies according to the 
expatriate or sojourner’s experiences, and this includes their adjustment strategies and how 
they integrate into the host society. They maintain that the distinction between psychological 
and sociocultural adjustment has proven to be very useful in cross-cultural adjustment and even 
though the two forms of adjustment are conceptually interrelated, they are actually distinct 
concepts and are being predicted by different variables. 
 
Expatriation perspective   
Earlier research on adjustment to a foreign culture mainly focused on adjustment to social 
contexts such as food, weather, interaction with host nationals or the culture in general.  
However,later research on adjustment suggested that there are three areas of adjustment, 
namely adjustment to the general environment, adjustment to interaction with host nationals 
and adjustment to work (Bhatti, Battour, Ismail, & Sundram, 2014; Black & Gregersen, 1991; 
Fisher et al., 2015; Gudmundsdóttir, 2015; Halim, Bakar, & Mohamad, 2018; Lu et al., 2014).  
Adjustment to the general environment is an area that has been widely studied by researchers 
and scholars.  It encompasses factors that affect the daily lifestyles of expatriates such as 
weather, food and entertainment.   
When expatriates enter a new culture, they must learn the whole new set of norms, values 
and practices of the host culture, which are different from their own. This new set of norms, 
values and practices is not stated anywhere and it is the responsibility of the expatriate to learn 
and adjust.  Studies have revealed that the more similar the home country and the host country, 
the easier the adjustment will be. Expatriates who come from China to Malaysia for example, 
would experience less difficulty in adjusting to the new culture as compared to those who are 
being assigned to the Middle East. This is due to cultural similarities between Malaysia and 
China. Most of the similarities from traditional culture were brought over by migrant Chinese 
especially in 19th and 20th centuries. As Malaysia is multi-ethnic society, the Chinese cultures 
are integrated with the overall national culture (Lu, Zhang, Chee, & Yeoh, 2018). In one of the 
studies conducted by Black, Gregersen, and Mendenhall (1992a), they found that successful 
adjustment which eventually leads to the completion of foreign assignment is linked more 
closely to the expatriate’s ability to adjust to the new culture rather than to adjustment to work.   
Adjustment to interaction, on the other hand, involves the level of comfort that employees 
feel when interacting with members of the host culture. Claus, Maletz, Casoinic and Pierson 
(2015) believe that this is the most difficult area of adjustment since differences between 
individuals will usually be revealed when they communicate. Huff et al. (2014) state that an 
individual with good relational skills will experience less difficulty to interact with people of 
the host nation.  Those with good interpersonal communication skills in their home culture will 
normally adjust better to the new culture as compared to their counterparts who possess lower 
levels of interpersonal communication skills. It is also noted that expatriates with good 
relational skills are able to apply the principles of human interaction in different cultures. Thus, 
this makes it easier for them to relate to the host nationals.   
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Adjustment to work is described as the level at which employees are adjusted to their job 
tasks, work roles and work environment, as well as the level at which they are able to perform 
within that environment. This is thought to be the easiest area of adjustment as compared to 
the other two (Black et al., 1992a) though it does not necessarily mean that it is easy to do. The 
suggestion is made as studies on American, European and Japanese expatriates revealed that 
their adjustment to work is very much influenced by the similarities in “procedures, policies 
and requirements” (p. 117) of the job in the home and host countries.  Even though those factors 
could be similar, other factors such as business practices could be different, and this is the time 
when the expatriates have to adjust to suit to the local practices but still manage to achieve the 
target outcomes. Some of the work-related variables that are found to be related to work 
adjustment are role clarity, role discretion, role conflict, role novelty and organisational culture.  
Huff et al. (2014) maintained that the combination of the three areas of adjustment 
(general, interaction and work adjustment) is important in determining the overall degree to 
which expatriates are able to adjust to their new cultural environment. They also argue that 
cultural adjustment should be viewed as a multidimensional concept and not as a single 
variable. However, it is also important to treat each area of adjustment separately as some 
important variables that affect adjustment may not be equally related to all three areas of 





Work role characteristics and expatriate adjustment  
Li (2016) suggested that role novelty involves the difference between the past role and the new 
role, or the extent to which the past and present roles differ.  Past research has shown that role 
clarity helps reduce the uncertainty associated with the new job environment and this would 
help ease work adjustment (Anand & Vohra, 2019). According to Puck, Holtbrugge and Raupp 
(2017), role novelty or clarity is the extent to which what is expected of the individual is clear 
and ambiguous. However, it is obvious that it is rather difficult for anyone to adjust to 
something that is not “clear and ambiguous” but according to them, the case is true for 
American and Japanese expatriates. If the demand of the new work role is sufficiently different 
from those of the past, decrements in job performance and feelings of lack of confidence are 
likely to be especially pronounced (Selmer & Lauring, 2014). Teagarden and Gordon (1995) 
also share the same view where they suggest that if the job is novel to the expatriate during the 
assignment, they would expect significant learning curves and hence, influence the expatriates’ 
success. This leads to the generation of the following hypothesis: 
 
Hypothesis 1: The higher the degree of role novelty, the lower the degree of work, 
interaction and general adjustment. 
 
Beside role novelty, role ambiguity or sometimes referred to as role discretion is also 
found to have a great impact on work adjustment. Instances of role ambiguity in a work 
situation include uncertainty about the scope of responsibility and uncertainty about 
expectations of others the performance of the expatriate. Kawai and Mohr (2015) argued that 
role theory suggested ambiguity should increase the probability that; an expatriate will be 
satisfied with his or her role, will experience anxiety, will distort reality and will thus perform 
less effectively. Chuan (2018) argued that an individual has to adapt themselves to their work 
role and not vice versa. Role discretion involves the flexibility in determining the type of job 
that an individual wants to do, when and how to do it and whom to involve in doing the job.  
This is important because it allows expatriates to adapt their work roles and setting to 
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themselves rather than adapting themselves to the situation (Kossek & Lautsch, 2018; Zhang 
& Ockowski, 2016). An individual with greater role discretion will be able to adjust to their 
work by using their past successful behaviours (Black et al., 1992b; Branco, 2018).  
Consequently, this leads to the following hypothesis: 
 
Hypothesis 2: The higher the degree of role ambiguity, the lower the degree of 
work, interaction and general adjustment. 
 
On the other hand, role conflict is the extent to which conflicting expectations are put on 
expatriates.  Black et al. (1992b) and Makela, Kinnunen and Suutari (2015) believed that a new 
environment normally projects conflicting signals that later increase uncertainty. Expatriates 
therefore, have to make a careful decision in choosing what is acceptable and what is not.  Role 
conflict has been found to affect expatriate’s work adjustment. Role theory suggests that when 
the behaviours expected of an individual are inconsistent, the individual will experience stress.  
In addition, Zhang, Crant and Weng (2019) suggested that those reporting role conflict claimed 
that their trust in those who imposed the pressure was reduced, they liked them less on a 
personal basis, they held them in lower esteem, they communicated less with them and their 
own effectiveness also decreased. Similarly, Black (1988) and Fliege et al. (2016) suggested 
that the greater role conflict the expatriates face, the greater the difficulty of the role transition 
and this brings us to the next hypothesis: 
 
Hypothesis 3: The higher the degree of role conflict, the lower the degree of work, 
interaction and general adjustment. 
 
In sum, role conflict and role novelty increase uncertainty associated with the job. The 
higher the degree of role novelty in the expatriate’s job demand, the more pressure they have 
in changing their professional identity or job-related skills (Haslberger & Dickman, 2016; 
Khalil, Jabeen, Jadoon, & Salman, 2016). Role novelty is expected to increase uncertainty 
associated with work role. Based on previous research, it can be summarised that role conflict 






The participants of this study were the individual hotel expatriates attached to Malaysia’s hotel 
industry. Since information on expatriates (i.e. location, workplace, etc.) is considered 
confidential, it was hard to identify the exact number of expatriates currently working in 
Malaysia. The Expatriate Association in Kuala Lumpur had been supportive enough to provide 
the information containing a list of hotels in Malaysia where expatriates worked. From the list, 
together with the telephone directory, the expatriates attached to 3-star, 4-star, and 5-star hotels 
were identified. These rated hotels were then contacted to identify the number of expatriates 
currently working at the premise. Based from these calls, 323 expatriates were identified.  Since 
the total population of expatriates was rather small, all of them were considered as participants 
of the study.   
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Instrumentation 
The self-administered questionnaire was the key part of data collection used in the study. The 
drop and collect method were employed in the survey distribution. In ensuring the safety and 
privacy of the expatriates, the questionnaires were distributed to the General Managers or 
human resources office and these offices would then distribute the questionnaire to the 
individual expatriate working at the premise. This would also mean that the distribution of 
questionnaire was left to the discretion of the respective offices. Upon advice from the hotel, 
the questionnaire could only be collected in one week so that the expatriates would have enough 
time to respond to it. Of the total number of questionnaires distributed, 241 questionnaires were 
returned and after the cleaning process, 203 usable data were analysed, which yielded a 71% 
returned, usable rate. The response rate was comparable to previous studies conducted by 
authors in different geographical settings (Kittler, Rygl, Mackinnon, & Wiedemann, 2011), and 
was considered a respectable figure for research involving expatriates (Selmer, 2006). 
 
Measurements 
Measures for the expatriate’s overall adjustment were based on a 14-item instrument developed 
by Black (1988). The items were divided into three dimensions—general, interaction and work 
adjustments. Respondents were asked to indicate on a scale from 1 (not adjusted at all) to 5 
(very well adjusted), the degree to which they are adjusted to the items.  The reliability value 
of the instrument was α = .92, which was rather high. For each dimension, general adjustment 
(α = .87), interaction (α = .93) and work (α = .82). 
 Role novelty was measured using Black (1988) instrument which was developed based on 
a measure proposed by Steward’s (1982) categories of managerial demands and constraints.  
Respondents indicated on a 5-point scale of how similar or different of the 11 items compared 
to their previous work experience.  The reliability value for the item was α = .83. Meanwhile, 
role ambiguity (α = .76) was measured using Rizzo et al. (1970) proposed measure which 
includes 14 items measured on 5-point Likert scale. The measures had also been adopted by 
Black (1988). The measures looked at the predictability of the outcome of responses to one’s 
behaviour and the existence of clarity of behavioural requirements, often in terms of inputs 
from the environment that would serve to guide behaviour and provide knowledge that the 
behaviour is appropriate. The final work-role characteristics, which was role conflict (α = .75) 
was also measured using Rizzo et al. (1970) proposed instrument of 15 items on a 5-point 
Likert scale. Respondents were asked to rate how often they experienced the situation given in 





Characteristics of the respondents 
Using descriptive statistics, it discovered that 131 (64.5%) were married, a majority of 
respondents fell under 35 years of age (30.5%) and that 58% had a bachelor’s degree. The 
expatriates have been in the country from as brief as nine months to more than 20 years. A 
majority of them came from European countries (48.3%). It was also found that 179 
respondents (88.2%) held managerial posts as compared to those holding the non-managerial 
positions (11.8%). Most of these expatriates (90.6%) had experiences working in foreign 
countries prior to expatriation in Malaysia. When asked whether the respondents speak native 
language of the host country, 121 (59.6%) admitted that their ability to speak were limited to 
very short and simple phrases only.   
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Descriptive statistics 
The full respondents, the means, standard deviations (SDs) and correlations of all variables 
were also calculated. The mean scores of the variables were utilised to determine the levels of 
agreement of the variables. The mean scores of the variables were utilised to determine the 
levels of agreement of the variables. Mean scores of less than 3.00 were considered “low”, the 
mean scores between 3.00 and less than 4.00 were categorised as “moderate” and mean scores 
of 4.00 and higher were considered “high”. The respondents’ general adjustment appeared 
more varied with a range from 4.06 to 4.69. Even though some of the scores were lower as 
compared to the other two dimensions, the mean level of general adjustment was still 
considered high, at 4.48.  For the interaction adjustment, the scores ranged between 4.37 and 
4.46, with an average of 4.40 and it also suggested a slightly high interaction adjustment to the 
new culture. The mean level of work adjustment was 4.70 (scores ranged from 4.61 to 4.81).  
Finally, the average level of the overall reported adjustment was 4.50 with a standard deviation 
of .39, signaling that on the whole, respondents appeared to be adjusted to general, interaction 
and working with Malaysian co-workers. Meanwhile, mean for role novelty was 3.86 and 
standard deviation was .33. The mean value of role ambiguity and role conflict were 3.61 (SD 
= .48) and 3.58 (SD=.49), which was perceived as moderate by respondents.  
The zero-order correlation indicated that role novelty is significantly positively correlated 
with general adjustment (r=.278), interaction adjustment (r=.283) and work adjustment 
(r=.233). Moreover, the result yielded a significant negative correlation between role ambiguity 
and work adjustment (r=.416 and p<.011). However, there was no significant correlation 
between role ambiguity and general adjustment (r=-.219) and interaction adjustment (r=-.120). 
For role conflict, a significant negative correlation was observed between role conflict and 
work adjustment (r=-.363, p<.01). No significant relationship was also found between role 
conflict and general and interaction adjustment. In addition, an analysis of the variance inflation 
factors (VIFs) indicated the VIFs in all models to be lower than 10. Thus, all variables could 
be maintained in the regression analysis (Neter, Wasserman, & Kutner, 1985). 
 
Hypotheses results  
The hypotheses were tested using the hierarchical regression analysis. It was hypothesised that 
the higher the degree of role novelty, the lower the degree of general, interaction and work 
adjustment. As shown in Table 1, the result shows the existence of significant positive 
relationships between role novelty and each of the facets of adjustment measured. Role novelty 
is significantly and positively related to general adjustment (β = .148, p<.01), interaction 
adjustment (β = .441, p<.01) as well as work adjustment (β = .460, p<.01). Together, role 
novelty explained 20.2% of the variance on the overall adjustment. Thus, running counter to 
the hypothesis, respondents who reported higher levels of role novelty also reported higher 
levels of each of the facets of adjustment measured.  Therefore, hypothesis 1 was rejected. 
 Hypothesis 2 predicted that the higher the degree of role ambiguity, the lower the degree 
of general, interaction, work adjustment and the overall adjustment of expatriates.  The result 
yielded a significant negative relationship between role ambiguity and work adjustment (β = 
-.301, p<.01). Respondents who reported lower levels of role ambiguity also reported higher 
levels of work adjustment. However, there was no significant relation between role ambiguity 
and general adjustment and interaction adjustment. Hence, the hypothesis 2 was partially 
supported. 
 The final hypothesis hoped to identify the relationship between role conflict and general, 
interaction, work adjustment. A significant negative correlation was observed between role 
conflict and work adjustment (β = -.132, p<.01). No significant relationship was found between 
role conflict and general and interact adjustment. Therefore, hypothesis 3 was partially 
supported.  
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Table 1. Regression summary for direct relationship 
 
 Role novelty Role ambiguity Role conflict 
Predictors  Model 1 Model 2 Model 3 
Adjustment:    
General adjustment .148** -0.237 0.296 
Interaction adjustment .441** -0.111 -0.120 
Work adjustment .460**     -0.301**     -.0132** 
R2 .202 .088 .096 
Adjusted R2  .191 .071 .085 
F-change 4.905** 1.232 2.761 
Note: *p <.05 **p<.01 
 
 
DISCUSSION AND CONCLUSION 
 
Discussion 
The main objective of this study was to examine the relationships between work-role 
characteristics and the adjustment of hotel expatriates in Malaysia. The adjustment patterns 
were examined based on the overall adjustment and the dimensions of this adjustment.   
 As revealed in the descriptive statistics, a majority of the expatriates came from the 
European countries. This has been consistent since Ruddy’s (1991) study on career 
development of hotel managers in the Asian Pacific, where he found that 68% of the 
respondents surveyed were from Europe and North America. It seemed that the pattern of 
movement of European expatriates is still consistent until now, where more Europeans are keen 
to explore, travel and work in a foreign country.   
As hypothesised, while the expatriates in our sample are well-adjusted to working and 
living in Malaysia in general, they have displayed variations across the adjustment dimensions 
examined. With regard to the value of focusing on work role characteristics when attempting 
to account for the variations in these adjustment dimensions, the analysis suggested that they 
do indeed account for an amount of the adjustment variance. In the area of role novelty, 
contrary to the hypothesis that higher role novelty would result in lower general, interaction, 
work and overall adjustment scores, the data showed a significant positive relationship between 
role novelty and each of the dimensions of adjustment measured. This is contrary to suggestions 
in the literature which demonstrated that role novelty will have a negative impact on adjustment 
as the encountered novelty will promote lack of confidence in job performance, potentially 
creating stress and also creating a significant learning curve, which is something that could 
lead to a negative spill-over effect into other dimensions of expatriates lives.  It can be argued 
that it may be a question of threshold level with a deal of novelty resulting in the generating of 
a renewed interest in the work and its completion.   
Consistent with the present literature, the results on role ambiguity demonstrated a 
significant negative relationship with work adjustment and the overall expatriate adjustment.  
The correlations with both the general and interaction adjustment were consistent with the 
hypothesis (i.e. negatively correlated), but still failed to reach the significant level. Role conflict 
and adjustment dimensions also reveal partial support for the hypothesis, with a significant 
negative correlation emerging between role conflict and work adjustment. The results on the 
relationship between role ambiguity and role conflict are not surprising since literature and 
previous studies in the area have demonstrated that respondents who experience high levels of 
role ambiguity and role conflict typically experience lower levels of work adjustment.   
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The findings from this study would contribute to the new knowledge on expatriation in a 
multicultural society, especially work adjustment of hotel expatriates.  It would also help create 




In spite of the contributions discussed above, several limitations need to be acknowledged. The 
first is the reliance on a single respondent for the independent and dependent variables which 
may have contributed to the common method variance. Although this issue is pervasive in 
research in social sciences, it is particularly salient when measuring variables more susceptible 
to perceptual bias. Therefore, when designing the questionnaire survey for the study, attempts 
were made to minimize same source bias by placing the independent and dependent variables 
in separate sections of the questionnaire. Hence, the concern for same respondent bias or 
common method bias was further reduced.   
Secondly, this study also has limitations in its statistical techniques and data, as it only 
looked at only one particular industry (i.e. hotel). The hotel industry was chosen because 
despite the extraordinary interest of Multinational Hotel Companiess (MNHs) and International 
Joint-Venture Hotel Companies (IJVHCs) in expanding their operations globally, very little is 
known about expatriates in this industry. Another limitation with regard to this is the sample 
size itself.  Response rates within groups are particularly important for all multivariate analysis 
(Klein, Dansereau, & Hall, 1994). In the present study, the 203 respondents are rather small 
samples for multivariate analyses and this could lead to some problems when estimating 
regression weights in relation to hypotheses testing. Due to the time constraints and the small 
population of expatriates in the industry, the number of respondents was considered sufficient 
(return rate of more than 70%). Also, owing to the constraints of time and financial resources, 
the samples of this study are also limited to expatriates located in Peninsular Malaysia. Thus, 
generalisation of the results (that all expatriates in Malaysia’s hotel industry) should be made 
with appropriate caution.   
Beside the statistical techniques, data and sample size, there is also a limitation with the 
instruments adopted by the study. Even though it is acknowledged that the instruments used in 
the data collection were adopted from past research as they had shown high reliability and 
validity, the instruments were still applied with caution as in hotel industry some of the supports 
(especially human resource support) could have not been provided by the organisations or they 
are already available to the expatriates due to the nature of the industry (i.e. car, housing, etc.) 
(Halim, 2013).  
Finally, the cross-sectional nature of the present research also contributes to the limitation 
of the study. Clearly, a longitudinal research that tracks the adjustment progress and 
communication activities during expatriation is needed. In addition, statements of causality 
based on the results of statistical techniques (such as multiple regressions) are useful in making 





Although research on expatriation management has been numerous, the findings from the 
present research represent an incremental step towards better understanding of the complex 
phenomenon of the adjustment pattern of expatriates and the relationship between work-role 
characteristics and their adjustment. This research also extends our understanding of expatriate 
adjustment by looking at those in the hotel industry. The study also confirms the unpacking 
concept of adjustment and presenting it as a multidimensional concept.  
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 In sum, the findings from the study provide further understanding of adjustment among 
expatriates and it is hoped that the study will be a step further in enhancing our understanding 
of expatriates, especially in the hotel industry located in a multicultural society like Malaysia. 
The findings will certainly help various government departments in Malaysia such as the 
Immigration Department, Human Resources Department as well as the Ministry of Finance to 
further understand the needs of the expatriates residing in Malaysia. 
 
 
Acknowledgements: The authors would like to thank Universiti Utara Malaysia for the support 
towards the accomplishment of this research project. 
 
 
Open Access: This article is distributed under the terms of the Creative Commons Attribution 
License (CC-BY 4.0) which permits any use, distribution and reproduction in any medium, 





Anand, A., & Vohra, V. (2019). A qualitative study on work-family conflict, social support and response 
mechanisms of individuals working in multi-national corporations. In Rajagopal & R. Behl (Eds.), 
Business governance and society (pp. 75-104). Cham, Switzerland: Palgrave Macmillan. 
Aycan, Z. (1997). Expatriate adjustment as a multifaceted phenomenon: Individuals and organisational 
level predictors. The International of Human Resource Management, 8(4), 434-456. 
Aycan, Z., & Berry, J. W.  (1996). Impact of employment-related experiences on immigrants’ 
psychological well-being in adaptation to Canada. Journal of Behavioural Science, 28(3), 240-251. 
Bandura, A. (1977). Self-efficacy: toward a unifying theory of behavioural change. Psychological 
Review, 84(2), 191. 
Bayl-Smith, P. H., & Griffin, B. (2015). Measuring work styles: Towards an understanding of the dynamic 
components of the theory of work adjustment. Journal of Vocational Behaviour, 90, 132-144. 
Berry, J. W. (1980). Social and cultural change. Handbook of cross-cultural psychology, 5, 211-279. 
Berry, J. W. (2005). Acculturation. In W. Friedlmerier, P. Chakkarath, & B. Schwartz (Eds.), Culture and 
human development (pp. 291–302). New York: Psychology Press. 
Bhatti, M. A., Battour, M. M., Ismail, A. R., & Sundram, V. P. (2014). Effects of personality traits (big 
five) on expatriates adjustment and job performance. Equality, Diversity and Inclusion: An 
International Journal, 33 (1), 73-96.  
Birman, D., Simon, C. D., Chan, W. Y., & Tran, N. (2014). A life domains perspective on acculturation 
and psychological adjustment: A study of refugees from the former Soviet Union. American Journal 
of Community Psychology, 53(1-2), 60-72. 
Black, J. S. (1988).  Work role transitions: A study of American expatriate managers in Japan.  Journal of 
International Business Studies, 9, 277-294. 
Black, J. S., & Gregersen, H. B. (1991). The other half of the picture: Antecedents of spouse cross-cultural 
adjustment. Journal of International Business Studies, 22, 561-477. 
Black, J. S., Gregersen, H. B., & Mendenhall, M. E. (1992a).  Global assignments: Successfully 
expatriating and repatriating international managers.  San Francisco, CA: Jossey-Bass. 
Black, J. S., Gregersen, H. B., & Mendenhall, M. E. (1992b). Toward a theoretical framework of 
repatriation adjustment. Journal of International Business Studies, 23(4), 737-760. 
Branco, M. M. (2018). The influence of responsible leadershipon expatriates’ performance: The mediating 
role of affective well-being atworkand the moderating role of cross-cultural adjustment (Master 
dissertation, School of Technology and Management, Polytechnic Institute of Leiria, Portugal). 
Retrieved from https://iconline.ipleiria.pt/2160018  
Chen, X., Wang, L., & Wang, Z. (2009). Shyness sensitivity and social, school, and psychological 
adjustment in rural migrant and urban children in China. Child Development, 80(5), 1499-1513. 
Measuring work-role transitions:  
The cross-cultural experience of hotel expatriates in Malaysia 
 13 
Chu, J. J., Khan, M. H., Jahn, H. J., & Kraemer, A. (2015). Only-child status in relation to perceived stress 
and studying-related life satisfaction among university students in China: A comparison with 
international students. PloS one, 10(12), e0144947. 
Chuan, P. T. (2018). Adopting masculine traits to get ahead–an exploratory study of Malaysian female and 
male public relations practitioners’ job role and organisational position disparities. Search-Journal 
of the Southeast Asia Research Centre For Communications and Humanities, 10(2), 59-86. 
Clark, D., & Altman, Y. (2016). In the age of ‘liquid modernity’: Self-initiated expatriates in Crete, their 
multi-generational families and the community. The International Journal of Human Resource 
Management, 27(7), 729-743. 
Claus, L., Maletz, S., Casoinic, D., & Pierson, K. (2015). Social capital and cultural adjustment of 
international assignees in NGOs: Do support networks really matter? The International Journal of 
Human Resource Management, 26(20), 2523-2542. 
Davies, S., Kraeh, A., & Froese, F. (2015). Burden or support? The influence of partner nationality on 
expatriate cross-cultural adjustment. Journal of Global Mobility, 3(2), 169-182. 
Dawis, R. V., & Lofquist, L. H.  (1984). A psychological theory of adjustment.  Minneapolis, MN: 
University of Minnesota Press. 
Department of Statistics Malaysia (2018). Migration Survey Report 2018. Kuala Lumpur: Jabatan 
Perangkaan Malaysia.  
Fang, L. (2020). Acculturation and academic achievement of rural to urban migrant youth: The role of 
school satisfaction and family closeness. International Journal of Intercultural Relations, 74, 149-
160. 
Fisher, K., Hutchings, K., & Pinto, L. H. (2015). Pioneers across war zones: The lived acculturation 
experiences of US female military expatriates. International Journal of Intercultural Relations, 49, 
265-277. 
Fliege, H., Waibel, S., Rüger, H., Hillmann, J., Ruppenthal, S., Schneider, N. F., & Bellinger, M. M. 
(2016). Diplomats’ quality of life: The role of risk factors and coping resources. International 
Journal of Intercultural Relations, 51, 14-28. 
Furnham, A., & Bochner, S. (1982).  Social difficulty in a foreign culture: An empirical analysis of culture 
shock.  In S. Bochner (Ed.), Cultures in contact: Studies in cross-culture interaction (pp. 161-198). 
Oxford: Pergamon. 
Guðmundsdóttir, S. (2015). Nordic expatriates in the US: The relationship between cultural intelligence 
and adjustment. International Journal of Intercultural Relations, 47, 175-186. 
Hajro, A., Stahl, G. K., Clegg, C. C., & Lazarova, M. B. (2019). Acculturation, coping, and integration 
success of international skilled migrants: An integrative review and multilevel framework. Human 
Resource Management Journal, 29(3), 328-352. 
Halim, H.  (2013).  The cross-cultural adjustment of hotel expatriates in Malaysia: The mediating effects 
of communication and interaction.  (Unpublished Doctoral Thesis). Universiti Utara Malaysia. 
Halim, H., Bakar, H. A., & Mohamad, B. (2019). Expatriation in Malaysia: Predictors of cross-cultural 
adjustment among hotel expatriates. International Journal of Supply Chain Management, 8(1), 664-
675. 
Halim, H., Bakar, H. A., & Mohamad, B. (2018). Measuring multicultural effectiveness among self-
initiated academic expatriates in Malaysia. Malaysian Journal of Communication, 34(2), 1-17. 
Halim, H., Bakar, H. A, & Mustaffa, C. S. (2017).  The mediating roles of communication in expatriate 
adjustment. Journal of Telecommunication, Electronic and Computer Engineering, 8(8), 129-132. 
Halim, H., Rahman, N. A. A., & Mohamad, B. (2013). OEs vs SIEs: Exploring the cross-cultural 
adjustment of hotel expatriates in a multicultural society.  Proceedings, The International 
Conference on Communication, Media, Technology and Design, 2 – 4 May 2013, Famagusta, North 
Cyprus. 
Harzing, A. W. K. (1995). The persistent myth of high expatriate failure rates. International Journal of 
Human Resource Management, 6(2), 457-474. 
Haslberger, A., & Dickmann, M. (2016). The correspondence model of cross-cultural adjustment: 
exploring exchange relationships. Journal of Global Mobility: The Home of Expatriate Management 
Research, 4(3), 276-299. 
Hirai, R., Frazier, P., & Syed, M. (2015). Psychological and sociocultural adjustment of first-year 
international students: Trajectories and predictors. Journal of Counseling Psychology, 62(3), 438-
452. 
Special Issue: The Sixth International Conference  
in Communication and Media – ICOME’18 
 14 
Huff, K. C., Song, P., & Gresch, E. B. (2014). Cultural intelligence, personality, and cross-cultural 
adjustment: A study of expatriates in Japan. International Journal of Intercultural Relations, 38, 
151-157. 
Jomo, K. S. (2019). Southeast Asia's misunderstood miracle: Industrial policy and economic development 
in Thailand, Malaysia and Indonesia. New York: Routledge. 
Kawai, N., & Mohr, A. (2015). The contingent effects of role ambiguity and role novelty on expatriates' 
work‐related outcomes. British Journal of Management, 26(2), 163-181. 
Khalil, M., Jabeen, N., Jadoon, Z. I., & Salman, Y. (2016). Female expatriates and cross-cultural 
adjustment: A study of Saudi Arabia. Pakistan Journal of Women's Studies= Alam-e-Niswan= 
Alam-i Nisvan, 23(2), 45-58. 
Kim, Y. Y. (2015). Achieving synchrony: A foundational dimension of intercultural communication 
competence. International Journal of Intercultural Relations, 48, 27-37. 
Kittler, M. G., Rygl., D., Mackinnon, A., & Wiedemann, K.  (2011). Work role and work adjustment in 
emergin markets: A study of German expatriates in CEE countries and Russia.  Cross-Cultural 
Management: An International Journal, 18(2), 165-184. 
Klein, K. J., & Dansereau, F., & Hall, R. J. (1994). Levels issue in theory development, data collection and 
analysis. Academy of Management Review, 19, 195-229. 
Kossek, E. E., & Lautsch, B. A. (2018). Work–life flexibility for whom? Occupational status and work–
life inequality in upper, middle, and lower level jobs. Academy of Management Annals, 12(1), 5-36. 
Koveshnikov, A., Wechtler, H., & Dejoux, C. (2014). Cross-cultural adjustment of expatriates: The role of 
emotional intelligence and gender. Journal of World Business, 49(3), 362-371. 
Lee, J. Y., & Ciftci, A. (2014). Asian international students’ socio-cultural adaptation: Influence of 
multicultural personality, assertiveness, academic self-efficacy, and social support. International 
Journal of Intercultural Relations, 38, 97-105. 
Li, Y. (2016). Expatriate adjustment and expatriate learning. In Y. Li (Ed.), Expatriate manager’s adaption 
and knowledge acquisition (pp. 7-72). Singapore: Springer. 
Lu, C. Q., Wang, H. J., Lu, J. J., Du, D. Y., & Bakker, A. B. (2014). Does work engagement increase 
person–job fit? The role of job crafting and job insecurity. Journal of Vocational Behaviour, 84(2), 
142-152. 
Lu, M. C., Zhang, J., Chee, H. L., & Yeoh, B. S. (2018). Multiple mobilities and entrepreneurial modalities 
among Chinese marriage migrants in Malaysia. Current Sociology, 64(3), 411-429.  
Mäkelä, L., Kinnunen, U., & Suutari, V. (2015). Work‐to‐life conflict and enrichment among international 
business travelers: The role of international career orientation. Human Resource 
Management, 54(3), 517-531. 
Malaysian Industrial Development Authority (2009).  Industry leaders: Malaysia offers significant cost 
advantage for regional establishments. Retrieved from 
https://www.mida.gov.my/home/332/news/industry-leaders-malaysia-offers-significant-cost-
advantage-for-regional-establishments/ 
Miranda, J. C.  (2009).  An exploratory research on learning styles of expatriates in Malaysia. UNITAR E-
Journal, 3(1), 82-101. 
Mohd Tahir, A H., & Ismail, M. (2007). Cross-cultural challenges and adjustments of expatriates: A case 
study in Malaysia. Turkish Journal of International Relations, 6(3 & 4), 72-99. 
Neter, J., Wasserman, W., & Kutner, M. H. (1985). Applied linear statistical models: Regression, analysis 
of variance, and experimental designs (2nd ed.). Homewood IL: Richard D. Irwin, Inc.  
Nicholson, N. (1984).  A theory of work role transitions. Administrative Science Quarterly, 29, 172-191. 
Ozer, S. (2015). Predictors of international students' psychological and sociocultural adjustment to the 
context of reception while studying at Aarhus University, Denmark. Scandinavian Journal of 
Psychology, 56(6), 717-725. 
Puck, J., Holtbrugge, D., & Raupp, J. (2017). Expatriate adjustment: A review of concepts, drivers, and 
consequences. In   B.  Bader,  T.  Schuster,  &  A.  Bader  (Eds.), Expatriate management (pp. 297-
336). London: Palgrave Macmillan. 
Rizzo, J. R., House, R. J., & Lirtzman, S. I.  (1970).  Role conflict and ambiguity in complex 
organisations.  Administrative Science Quarterly, 2, 150-163. 
Ruddy, J. (1991).  Patterns of hotel management development in South East Asia.  Hospitality Research 
Journal, 14(2), 349-361. 
Rudmin, F. W. (2003). Critical history of the acculturation psychology of assimilation, separation, 
integration, and marginalization. Review of General Psychology, 7(1), 3-37. 
Measuring work-role transitions:  
The cross-cultural experience of hotel expatriates in Malaysia 
 15 
Selmer, J. (2006). Language ability and adjustment: Western expatriates in China. Thunderbird 
International Business Review, 48(3), 347-368. 
Selmer, J., & Lauring, J. (2014). Mobility and emotions: dispositional affectivity and adjustment of self-
initiated expatriates. International Studies of Management & Organisation, 44(3), 25-43. 
Shay, J., & Tracey, J. (1997). Expatriate managers. Cornell Hotel and Restaurant Administration 
Quarterly, 38(1), 30-35. 
Shi, X., & Franklin, P. (2014). Business expatriates' cross‐cultural adaptation and their job 
performance. Asia Pacific Journal of Human Resources, 52(2), 193-214. 
Silbiger, A., Berger, R., Barnes, B. R., & WS Renwick, D. (2017). Improving expatriation success: The 
roles of regulatory focus and burnout. British Journal of Management, 28(2), 231-247. 
Subramaniam, S. R., Raduan, C. R., Jegak, U., & Naresh, K. (2010).  Personality and cross-cultural 
adjustment among expatriate assignees in Malaysia.  International Business Research, 3(4), 96-104. 
Tahir, R. (2018). Expanding horizons and expatriate adjustment: Perceptions of western expatriate 
managers in multinational companies in the United Arab Emirates. Cross Cultural & Strategic 
Management, 25(3), 401-424. 
Teagarden, M. B., & Gordon, G. D. (1995). Corporate selection strategies and expatriate manager success. 
In J. Selmer (Ed.), Expatriate management: New ideas for international business. West Port, CT: 
Quorum. 
Ting-Toomey, S., & Oetzel, J. G. (2001). Managing intercultural conflict effectively [SageLink Version]. 
doi: http://dx.doi.org/10.4135/9781452229485 
Torbiorn, I. (1982). Living abroad: Personal adjustment and personnel policy in the overseas setting. New 
York: John Wiley & Sons. 
UNCTAD, U. (2017). World Investment Report 2017: Investment and the digital economy. Retrieved from 
United Nations Conference on Trade and Development, United Nations, Geneva website: 
https://unctad.org/en/PublicationsLibrary/wir2017_en.pdf 
Wang, C. H., & Varma, A. (2019). Cultural distance and expatriate failure rates: the moderating role of 
expatriate management practices. The International Journal of Human Resource 
Management, 30(15), 2211-2230. 
Ward, C., & Kennedy, A.  (1993). Where’s the “culture” in cross-cultural transition? Comparative studies 
of sojourner adjustment.  Journal of Cross-Cultural Psychology, 24(2), 221-249. 
Wheeless, E. W., & Duran, R. L.  (1982). Gender orientation as a correlated of communicative 
competence.  Southern Speech Communication Journal, 48, 51-64. 
Yavas, U., & Bodur, M.  (1999). Correlates of adjustment: A study of expatriate managers in an emerging 
country.  Management Decision, 37(3), 267-279. 
Zhang, Y., Crant, J. M., & Weng, Q. (2019). Role stressors and counterproductive work behaviour: The 
role of negative affect and proactive personality. International Journal of Selection and 
Assessment, 27(3), 267-279. 
Zhang, Y., & Oczkowski, E. (2016). Exploring the potential effects of expatriate adjustment 
direction. Cross Cultural & Strategic Management, 23(1), 158-183. 
Measuring work-role transitions:  




















Haslina Halim  
is an Associate Professor and Head of Communication Department, School of 
Multimedia Technology and Communication, Universiti Utara Malaysia. Her research 
works and publications mainly focus on communication in the workplace, cross-cultural 
adjustment and strategic communication. She has been appointed as reviewers for 
article publications in various journals, either at the national or international level, 
including the International Journal of Intercultural Relations and Journal of Humanistic 
Psychology. She is also a member of the World Communication Association, and Pacific 
Asian Communication Association. 
 
Che Su Mustaffa 
 is a Professor of Communication, School of Multimedia Technology and 
Communication, Universiti Utara Malaysia. Her research area is in organisational 
communication, which includes communication and disaster management and social 
media. Her written works have been published in various journals including Journal of 
Intercultural Communication Research, Intercultural Communication Studies, Corporate 
Comunications and Malaysian Journal of Communication. She had provided several 
trainings and consultations to Lembaga Kemajuan Wilayah Kedah (KEDA), Lembaga 
Kemajuan Pulau Pinang (PERDA), Tenaga Nasional Berhad and Lembaga Kemajuan 
Wilayah Terengganu Tengah (KETENGAH). She is also an Editorial Board Member of 
Malaysian Management Journal, International Journal of Knowledge and Change 
(2007), Malaysian Correctional Journal and Malaysian Journal of Communication and 
Language.  Her schorlarly contribution could also be observed in her revieweing 
manuscripts for the national and international refereed journals. 
 
Farah Lina Azizan 
 is a research assistant and has just graduated with a Doctoral degree in management. 
Her thesis focuses on leadership and communication. She has experience doing 
qualitative and quantitative research. Her research interests include organisational 
behaviour, leadership, business management, and organisational communication. 
 
 
 
 
 
